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Abstract
This study aims to determine the causes of employee turnover in the restaurant industry in
Ireland. It is well known that this sector represents high levels of employee turnover and staff
shortages. Due to this, strategies aimed at counteracting the loss of employees and the
attraction of new personnel will be proposed. This study seeks to delve into the voluntary
causes for which employees decide to resign, increasing the unemployment rate, and
therefore costs for the restaurant industry.
The applied research methodology considers the qualitative method, through surveys of
employees who work directly in the hospitality sector, specifically in restaurants, through the
sampling method, applied to 4 restaurants in Dublin. Identifying the age ranges among the
participants, gender, nationality, and work satisfaction, as well as retention strategies,
intending to provide reliable information so that the management area can identify which
factors would contribute to reducing employee turnover rates or keeping them at acceptable
levels.
Through the primary information, it is concluded that most of the employees were not happy
with the treatment of the administrative area, the workloads they have, and the salary since
they considered that the effort and responsibility that their work does not represent the salary
received. There are high percentages of work stress, as well as discontent at work, due to
the lack of rotation of activities and unbalanced working hours so that they can have a
balanced life, as well as personal factors that are beyond the control of the managers.
Concluding with the research, the relationship between the lack of application of retention
strategies with the increases in voluntary unemployment rates is clearly shown, the reasons
why they are not satisfied with their work can clearly be readdressed and some of they do
not represent a high cost for the company, only a better organization and communication
with the employees, so that they feel that they are considered an important part of the
company where they work.
Keywords: Employee Turnover, Employee Retention, Job Satisfaction.
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1. Introduction
Employee turnover is a highly researched topic by several authors, there is a wide literature
about the causes that influence people to resign. In this document, we will analyze employee
turnover in the Irish restaurant industry. Initially, through secondary information such as
books, journals, magazines, and other previous studies, the literature review is prepared,
where the importance of human resources and their relationship with the success of the
company is demonstrated. Many authors consider that employees are the most valuable
asset of a company (Arjona, 2020; Becker & Gerhart, 1996; Lepak & Snell, 1999; Timothy Hinkin et al.,
1983a), "the backbone of any business success" Goldstein et al., (2017). Especially in the

hospitality sector, and in parallel with the restaurant industry. Where the success of this
sector would not be possible without the staff, which, unlike other economic sectors,
personal relationships play a very important role, customers expect good customer service
(Arjona, 2020).
Furthermore, it was identified that one of the biggest problems facing the restaurant industry
is the high levels of employee turnover. Several authors such as Wasmuth & Davis, (1983)
indicate that the sector has experienced high levels of employee turnover over the years,
approximately 60% in hotels and restaurants in North America and Europe. This is one of
the main challenges that managers have to face. If the turnover rates are not maintained at
acceptable levels for the company, this would produce large losses for the company. Blake,
(2006) indicates that the cost of turnover rate per employee is 30-50% of their annual salary,
including direct and indirect expenses associated with the process of filling the vacancy
(Ongori, 2007). A clear example is the loss of productivity, with the entry of a new employee,
his performance in the first weeks is 25%, progressively rising to 75% by the twentieth week,
throughout this process, the employee has received 100% of their salary, denoting that the
firm assumes that loss (Bliss, 2004).
Managers must maintain adequate levels of turnover, for the well-being of the employees
and the company (Blake, 2006). That is why it is important to identify the main reasons why
employees decide to leave. There is a vast literature on the factors that contribute to
turnover, such as employee dissatisfaction, poor quality supervision, bad work environment,
poor working conditions, mismatched expectations about work, insufficient coaching and
feedback, lack of opportunities for growth, stress from overworking, the imbalance between
work and life, and losing faith in leaders. (Gerhart, 1989; Ongori, 2007; J. Price & Mueller, 1981; Sang
Long et al., 2012; Timothy Hinkin et al., 1983a, 1983b). In the restaurant industry, it was determined

that the main causes are dissatisfaction, pay, poor quality of supervision, and poor work
conditions (Wasmuth & Davis, 1983).
As well to the financial success of a company, the management of its people also plays a
key role in the company's competitive advantage, both are strongly connected; since it has
been concluded that the culture and capabilities of an organization result from the
management of its people (Pfeffer & Veiga, 1999). Retention strategies must be applied to
prevent employee intention, ensuring the well-being of employees, which will consequently
improve customer relations (Arjona, 2020).
Based on the information collected in the literature review, primary data is collected, through
a survey aimed at people who work in the restaurant industry of Ireland, with a sample of 16
people, collecting information on gender, level of education, employee satisfaction,
employee intention to leave the company, factors of employee turnover, and employee
intention to stay in the company has done some changes in the current company situation.
A sample of 16 people who work in the restaurant industry is collected, where it is identified
that the main causes of employee turnover are low salary, bad relationships with the
manager, bad working conditions, and job stress.

2. Research Question(s), Goals, and Objectives
“There are plenty of people to do all the work you need done – They are just working
somewhere else” (Work Institute, 2019). Today the growth in the economy has generated
the supply of more jobs, where employees can afford to quit their jobs for better
opportunities. As the years go by, there has been an escalation in the voluntary turnover
rate and it is forecast to continue to increase in the future. Considering the Irish economy,
the restaurant industry is one of the largest contributors. An industry that has been
flourishing for the last decade until the COVID-19 pandemic also affected its growth &
increased the voluntary employee turnover (Hospitality and Tourism Sector Domestic
Market Review | Deloitte Ireland, 2022).
The purpose of this study is this study examine employee turnover in the food industry, one
of the biggest challenges facing HR. The research that has been done in this area will serve
as a reference to human resources and also to small restaurants without personnel
management systems.
This consideration leads us to identify the problem as follows:
“In the restaurant industry of Ireland, there is a high rate of voluntary employee turnover.
What strategies can be implemented to reduce this rate of turnover and to attract new
employees?”
The objectives of this study are two
In this article, we examine two important aspects of employee turnover in the restaurant
industry: first, employee turnover causes, and second, retention strategies. By using
secondary information, it was possible to identify the most important causes of employee
turnover and the strategies used by restaurants to retain and attract new employees. In
order to determine whether retention strategies are being used effectively, primary data will
be collected through surveys of employee turnover in the restaurant industry in Ireland.
The following are the research objectives to be addressed:
➢ Identify the most important factors that lead to employee turnover in the Irish restaurant
industry
➢ Propose retention strategies for the Restaurant Industry in Ireland

3. Research Design Methodology
Choosing the right methodology is essential to embark on a research study. In this
investigation qualitative method is applied for its distinction of ‘The studying the social world,
their experiences, perspectives, and circumstances; using small, purposely selected
samples to explore salient issues; collecting and developing integrated data; analysis of
emerging ideas and concepts, resulting in detailed descriptions and classifications; outputs
focus on the interpretation of social meanings, (Moriarty, 2011). Qualitative research is
defined as “An emergent, inductive, interpretive, naturalistic approach to the study of
individuals, events, phenomena, social situations, and processes in their natural
environments to discover descriptively the meaning that individuals attach to their
experiences of the world" (Yilmaz, 2013).
In this research, many secondary resources such as books, reports, and journals were
consulted for the explanation of the literature review. To collect primary information, a selfreport questionnaire was made to collect information to evaluate the most important causes
of employee turnover in the restaurant industry of Ireland, as well as the effectiveness of the
retention strategies used by the administrative department.
The first part of the questionnaire includes five questions that collect information about age,
people, education, working time at the company, degree of satisfaction, and intention to
leave. The second portion of the survey contains five questions on retention strategies
employed by the administrative area to retain workers. There are closed-ended questions
as well as questions rated from 1 to 5. To compare the theory of the practice of employee
retention in the restaurant industry, the research questions were carefully elaborated in the
literature review. Likewise, information is gathered through a survey, by a sampling of 18
employees of the restaurant industry in Dublin - Ireland.
It is important to point out that the survey is prepared using ethical methods, protecting and
respecting people's privacy, and only collects relevant, accurate, and current information; it
does not collect personal information, religious beliefs, ethnicity, or political opinions as
outlined by the General Data Protection Regulation (GDPR), (2021).

4. Literature Review
The first segment of the literature reviews employee turnover and will identify the factors
that contribute to it, in the restaurant industry. The second segment review literature about
retention as a strategy used by HRM to retain workers.
4.1.

Employee Turnover

Price (1977), defined employee turnover as the movement of members across the
boundaries of an organization. Abbasi & Hollman (2000), stated that “employee turnover is the
turnover of workers in the labour market between companies, workers, and occupations,
and between the states of employment and unemployment”(Price and Mueller, 1981).
There is a vast literature on employee turnover that considers different models and
approaches, there is not a commonplace explanation about the causes why employees
leave. Some authors mentioned factors related to job stress, like lack of commitment, and
job dissatisfaction, like as economic factors, such as higher salary, and better opportunities.
Employee turnover is the subject of a large body of literature that includes different
approaches and models, but without providing a consensus explanation as to why
employees leave. In the literature review, ET is classified into two sections voluntary
turnover and involuntary turnover (Ongori, 2007).
Graph N°1 Defining Undesirable Turnover

Source: Retaining valued employees (Griffeth & Hom, 2001).

Voluntary turnover is the employee's decision to resign from a job, that is undesirable for the
firm, considering the experience and knowledge that these employees had acquired over
the time working in the company, within the voluntary intention unlike functional turnover,
dysfunctional turnover consists of the departure of productive and qualified employees,
resignations can be out of the control of employers in the left section, and the avoidable
ones are those that companies try to influence (Griffeth & Hom, 2001).
4.1.1. Cost of Employee Turnover
The loss of an employee affects the profit of the company, losing an employee could cost
the company between 50% of its annual salary, so the manager focuses its efforts on
controlling the rise turnover rate (Maertz & Campion, 2004). To calculate the costs Bliss,
(2004) consider 6 expenses. First “Cost Due to a Person Leaving”, considers time invested,
administrative expenses, and the loss of productivity. The second is "Recruitment Cost", the
cost for advertisements, an agency, recommendations, and publications on the internet.
Third "Training Cost", Fourth "Lost Productivity Cost". Fifth "New Hired cost". Sixth, "lost
sales cost” (Bliss, 2004). On the other hand, Dalton and Todor, (1979) point out that "it may
be far less expensive to deal with turnover than to prevent it". To analyze this situation,
Griffeth & Hom, (2001), Presented a graph with an important question to identify whether

turnover should be considered a problem or not and if the expenses of solving the problem
could be greater than the acceptance.
Graph N° 2 Turnover’s Cost in Organizations

Source: Retaining valued employees (Griffeth & Hom, 2001)

4.1.2. Factors that Influence Employee Turnover
There are so many reasons why the employee decides to resign in the literature of ET.
Gerhart, (1989); Maertz and Campion, (2004) consider voluntary and involuntary reasons.
Through research Wasmuth and Davis, (1983) indicated that the main influencers are job
dissatisfaction, inadequate working conditions, and low management standards. Through
the use of various investigations, carried out by professionals, Price, and Mueller, (1981)
consider “11 determinants produce variations in turnover: opportunity, routinization,
participation, instrumental communication, integration, pay, distributive justice, promotional
opportunity, professionalism, general training, and kinship responsibility”.
Timothy Hinkin et al., (1983) highlight the role of organizations concerning turnover rate,
“Employees remain in organizations because effective human resource practices provide a
supportive work environment that provides opportunities for growth and development". As it
is reflected in Ongori, (2007) investigation, when a firm present, a high level of efficiency,
instability, and not strong communication system, the turnover will be increased. It is
important to consider that, there is a lack of inclusion in the theories, some focus on variables
that other may not consider (J. Price & Mueller, 1981).
Pfeffer & Veiga, (1999), recognized that there is a disconnection between some organization

management, with the employees. Which has a direct relationship with the financial wellbeing of the company, success and commitment. The way people are treated within the firm
will determine its competitive advantage since people are its most valuable asset.
4.2.

Strategies of Retention of Employees

‘The number of employees remaining in the organization’ is consider as employee
retention(Phillips & Edwards, 2009), and strategic tool that executives use to keep their valuable
employees. Other authors such as (Kyndt et al., 2009), established that employee retention
is the role of human resource manager, in order to maintain the competitiveness of firms, in
a world of constant technological, social and economic changes.
High levels of turnover harm the company, and human resources managers, should be
concerned about the causes and apply strategies to regulate it through improving the entrylevel workers, using temporary workers, productivity and competitiveness, benefits, and
skills development (Sang Long & Perumal, 2014). Based on the March and Simon (1958) model,
the internal rotation of employees to other roles is considered a strategy to improve job
satisfaction, which can reduce the tendency to resign, as well as motivate employee loyalty

(Sang Long et al., 2012). Graph N°2 shows the relationship between worker satisfaction,
internal turnover opportunities, and employee turnover decision. The limitations of this model
are found in reality, external factors like job market conditions that can strongly influence the
employee's decision to resign or stay in the company (Gerhart, 1989).
Graph N° 3 Internal Turnover Model, March and Simon

Sources: Simplified version of March and Simon (1958);(Sang Long et al., 2012)
Goldstein et al., (2017) Identify four strategies to reduce unwanted turnover. First, ‘Create a
positive work environment’, it is imperative that the organizational culture embed values that
allow employees to feel stable, well-being, and secure. The second is to ‘get the employee
to fit into the company's systems, from the interview, by finding out if the person shares the
company's values and has the skills needed for the position. In the third, ‘encourage leaders
to be supportive’ when the manager is supportive, there will be job satisfaction, as the
relationship with the manager can affect the decision to stay with the company. Training,
mentoring, and other growth opportunities can reduce the chance that employees will quit
the job by giving them the tools they need to deal with difficult situations (Sang Long & Perumal,
2014). See graphic No. 4 for employee retention strategies.

Graph N° 4 Internal Turnover Model, March and Simon
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Sources: Elaborated base on the fourth measure of employee retention (Goldstein et al.,
2017)
HRM practices can contribute to the implementation of measures that can mitigate the
turnover rate increase. The meth methods for determinate the factors due to social and
environmental changes that occur over the years must be updated (Sang Long & Perumal, 2014).
J. Price & Mueller, (1981), identify job satisfaction as strategies to reduce the employee turnover

rate, a very important factor that will influence people to stay in their jobs, if it is implemented
correctly. It is worth considering that there are other factors that can influence people's
satisfaction, such as communication, promotional opportunities, participation in decision
making, factors that motivate individuals. One of the best retention strategies is recognition
and good treatment from the manager. Economic compensation is not always necessary,
you can provide greater opportunities, responsibilities to people that allow them to develop
their skills (Schilder, 2021).

5. Results
This chapter aims to analyse if the findings coincide with the theoretical foundation.
Identifying the perception of workers in the restaurant industry in Ireland, about the main
factors that influence them to leave their jobs, prevent future employee turnover intentions,
and consider the application of retention strategies. Based on the data collected from 18
restaurant industry workers, graphs were created to provide an easier presentation of the
results, which provided information about gender, age, education level, intention to leave,
employee satisfaction, and intention to stay.

Chart 1-2: The first illustration shows the gender of the sample of 18 individuals who work
in the restaurant industry, with 66.7% being female and 33.3% being male. Being the
majority of the interviewees 72.2% corresponding to an age range of 26 to 35 years, 11.1%
each of the groups of 18-25 and 36-45 years, followed by the population of 46-55 years with
5.6%. It can be seen that most young people work in this sector, which was also considered
in the literature review as ‘generational factors’ (Sujansky & Ferri-Reed, 2009) as factors that lead
to high turnover levels.

Chart 3: The level of education was collected, and we can see that 88.9% of the population
has a high school diploma or equivalent level of education, 5.6% with a master's degree, as
well as 5.6 with a high school diploma. This may be because Ireland receives many students,
who come to study English or undertake higher studies while working in jobs that suit their
state.

Chart 4: It is observed in the illustration, that 44.4% of the interviewees are working less
than a year, as well as the second group with 44.4% is working from 1 to 3 years. Only
11.1% have worked for 4 to 6 years. This is not surprising, since this sector is characterized
by its high levels of employee turnover. No permanence in the work of workers of more than
7 years was recorded.

Chart 5: This chart determines the degree of employee satisfaction, in a range where 1 is
very satisfied, 3 is neutral, and 5 is dissatisfied. Most of the interviewees, 33.3% feel satisfied
in their current job, the second-highest group of 27.8% feel neither satisfied nor dissatisfied,
22% don't feel recognized by the company, and just 16.7% feel very satisfied with their work.

Chart 6: It is noted that 66.7% of the population expects to remain in the same company for
1 to 2 years. 11.1% plan to work for 3-4 years, likewise 11.1% have not considered this in
their plans, 5.6% plan to spend less than a year working in the same place, and finally, 5.6
indicate 5 years or more.
Chart 7: The causes for which employees are forced to resign their jobs with various.
Collecting the information of the 18 respondents, it can be indicated that most of them are
discouraged by low salary levels. The second cause is the relationship between employee
and manager, the third cause of employee dissatisfaction is job stress, and lastly, with the
same answer, bad work conditions and balance between work and personal life.

Chart 8: The employee turnover intention is determined, where 25% of those surveyed are
looking for a new job, and 75% do not intend to change jobs at the moment. Two people
omitted an answer to this question.

Chart 9: It can be seen in the illustration that given better working conditions, 55.6% would
be willing to stay longer in the company or not resign. 16.7% would not change their opinion
about being in the company, either due to personal factors or future projects. 22.2% are not
sure about staying in the company given the situation that the company is different, and only
5.6 are sure about staying in their job.

6. Conclusions and Further Work
The restaurant industry has long had high levels of employee turnover. Previous studies
carried out in North America and Europe show levels of up to 60% turnover rate. Thus, the
food and beverage sector also have high levels of staff turnover, which is costly for this
sector. That is why we proceed to study the main causes that lead employees to make the
decision to resign from the company, the main ones being low salary, employee
dissatisfaction, and bad work conditions, among others, since there is a vast literature about
causes them. The primary information was collected from people who work in the restaurant
industry in Dublin-Ireland, specifically 18 people, workers such as waiters, and cooks,
among others. It is determined according to the results that there is a relationship between
the answers obtained and the secondary information obtained, being low payment and bad
work conditions as well as the bad relationship with managers the main causes of job
desertion.
Thus, it is also observed that due to other factors such as a generational issue, where most
of the respondents are young, most of them millennials, where it will be a challenge to avoid
employee turnover, other reasons are that some employees will leave their jobs. , for
personal, migratory reasons. It was concluded that the relationship between the employees
and the management area is important, as well as motivating the employees and
recognizing their efforts. Thus, it can be seen that approximately 25% of the employees are
looking for a new source of work, which may be related to the level of studies they have,
with the majority being professionals, or students pursuing university studies.
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Appendix B: Evidence of primary research undertaken
The survey was conducted by Sirley Virian Lafuente Cuaquira as part of the undergraduate
assignment for the award of Bachelor Honorius in Business at CCt College Dublin. The
questionnaire collects information from those people that work in the restaurant sector in
Dublin-Ireland, identifying the factors that will determine the main causes of employee
turnover, to evaluate what retention strategies could be applied. The findings will be
analysed to see if it is corelative with the theory in the chapter five

Appendix C: Reflexions
There is a need for further research into the area, due to limited time and resources, primary
information is limited, even though, it was possible to see the relationship that exists
between theory and practice, identifying the main causes of employee turnover, such as low
salaries, bad relationships with manager, bad balance between work and family life, and
bad working conditions. Similar factors considered by the authors Schilder, (2021) &;
Wasmuth & Davis, (1983). Despite the fact that these studies were carried out decades ago,
they are the same problems that affect the restaurant industry. Therefore, it is suggested to
the managerial area, to consider retention strategies aimed at these main problems.

